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Improving management accountants’ perception of their occupation’s 
prestige: The role of professional identification and transformational 
leadership  
 
To facilitate their potential roles as leaders, management accountants need to be perceived 
respectfully by the public as well as within the profession. A social constructionism perspective 
maintains that how management accountants think the public views their profession, known as 
perceived external occupational prestige (PEOP), is also important as it forms part of the social 
context that a management accountant uses to create their experience of work. This study identifies 
antecedents of PEOP in the context of the management accountancy profession. An online survey 
(382 participants) collected data from a number of regions including Asia, Australia/New Zealand, 
America, and Europe. Results indicate that high levels of management accountants’ professional 
identification represent a powerful precursor to PEOP both directly and indirectly.  
 
Keywords: Future, viable, sustainability, vitality.  
 
The Chartered Institute of Management Accounts (CIMA) has published research 
highlighting the under-developed and under-recognized role of Management Accountants (MAs) as 
they seek to become strategic partners and business leaders (CIMA, 2015). Externally to the 
profession, research has shown that MAs have an image issue (Warren & Parker, 2009). Indeed, the 
literature abounds with the difficulties faced by the profession as it continues to strive for recognition 
and prestige (Byrne & Willis, 2005; DeCoster & Rhode, 1971; Warren & Parker, 2009). Perhaps more 
troubling, research has also shown that within the profession, members have identified several barriers 
to becoming respected leaders including their own perception that they lack the confidence to be 
business leaders (see Kim, Hatcher, and Newton,  2012).  Such internal barriers are potentially 
deleterious to the strategic goals of CIMA and MAs as the attitudes and behaviours of individual 
members inform a potentially vicious circle of perceived and real external prestige assessment.  
To enhance MAs’ work jurisdiction and reputation, as well as to attract and retain high 
performing members, MAs need to be perceived favourably and respectfully by the public (Carnegie 
& Napier, 2010). Thus, researchers and practitioners associated with the management accountancy 
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profession have stressed the importance of enhancing its prestige (Hiller, Mahlendorf, & Weber, 
2014; Kim, Hatcher, & Newton, 2012). This paper examines perceived external occupational prestige 
(PEOP) from the perspective of MAs. Thus, PEOP is used herein to refer to MAs’ perception of how 
the wider community views their profession. 
While researchers have explored the outcomes associated with perceived external prestige, 
few studies have examined antecedents of the construct either from the perspective of the public or 
from members of a profession or social group. Social Identity Theory (SIT: Tajfel & Turner, 1979) 
informs the present investigation into the antecedents of PEOP. Based on SIT, professional 
identification suggests a person’s sense of membership with an occupation facilitates a process of 
affiliation, self-enhancement, self-esteem, and in-group favouritism. Such in-group favouritism can 
then lead to a sense of prestige being associated with that occupation. 
MAs have traditionally been viewed as “bean counters” whose primary role is to assist 
operational managers to implement strategy (Hall, Mikes, & Millo, 2012). Over time, MAs’ roles 
have shifted from an advisory role to a more legitimate “partnering” with operational managers 
involving analytical and decision-making activities (Hall et al., 2012; Legalais & Morales, 2014). 
Nevertheless, while MAs’ role and position within organisations have developed, many of them still 
struggle to have their new role and position recognised and legitimatised (Legalais & Morales, 2014). 
Subsequently, in a prestige context the call from MAs has been for the transformation of the 
perceptions of the occupation from a predominantly accounting role to a business leadership role 
(Morales & Lambert, 2013). This suggests that the perception of MAs as leaders may operate as a 
precursor to PEOP. 
Perceived External Occupational Prestige  
Perceived external prestige refers to an individual’s perception of how the wider-community 
views their social group. Thus, perceived external prestige is also an individual’s perception of how 
the wider community may view them as a result of their affiliation with the social group (Dutton, 
Dukerich, & Harquail, 1994). The type of social group most commonly examined in these studies is 
organisations. Within these social groups, higher levels of perceived external prestige have been 
positively associated with organisational identification (Bartels, Bartels, Pruyn,  Jong, & Joustra, 
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2007; Mael & Ashforth, 1992), organisational attachment, organisational commitment), and deep 
acting, and negatively associated with emotional exhaustion and turnover intention (e.g., (Kang, 
Stewart, & Kim, 2011; Mishra, 2013).  
Fewer studies have conceptualised perceived external prestige as an individual’s perception of 
how the wider community views their occupation. Of the limited existing research, higher levels of 
PEOP have been related to higher-level constructs, such as stronger professional identification (Hiller, 
Mahlendorf, & Weber, 2014), as well as more tangible outcomes, such as physical health and lower 
levels of mortality (Fujishiro, Xu, & Gong, 2010). Given the potential favourable effects of PEOP, 
identifying the factors that can enhance PEOP, as well as understanding the underlying mechanisms 
that may govern the associations between PEOP and its antecedents, holds important implications for 
improving MAs’ personal and professional lives. Nevertheless, of the limited research, suggested 
antecedents of PEOP may include: childhood cognitive ability, parental social class, education, 
occupation, and personality (Cheng & Furnham, 2012); personality and self-control through 
educational attainment (Converse, Pathak, DePaul-Haddock, Gotlib, & Merbedone, 2012); and, while 
outdated, increasing the number of men in predominantly female professions (Touhey, 1974). 
SIT: Professional Identification 
SIT states that a person has not one personal self, but rather several selves that correspond to 
widening circles of group membership (Tajfel & Turner, 1986). Different social contexts may trigger 
an individual to think, feel, and act on the basis of a personal, family, or national level of self (Tajfel 
& Turner, 1979). The concepts underlying SIT have been applied to professions resulting the the 
development of professional identification. Professional identification refers to an individual’s sense 
of membership within their professional occupation – it is defined by the attributes, beliefs, values, 
motives, and experiences, which people use to define themselves in a professional role (see Ibarra, 
1999; Mael & Ashforth, 1992).  
Identification with of an individual’s specific profession develops and evolves when they 
receive systematic professional training (i.e. university) and may be established prior to the formation 
of organisational identification (Wang, Teo, & Yang, 2010). Overall, research is limited in terms of 
the findings relating to main effects. However, higher levels of professional identification have been 
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found to be related to higher levels of job satisfaction and organisational commitment (Loi, Hang-
Yue, & Foley, 2004), group status (Callan et al., 2007), and organisational identification (Bamber & 
Iyer, 2002).   
The prestige literature reveals support for a relationship between professional identification 
and PEOP (e.g., Fuller, Marler, Hester, Frey, & Relyea, 2006b; Liu, Lam, & Loi, 2013; Mael & 
Ashforth, 1992;). While exploring professional identification as outcome rather than an antecedent, 
Hiller, Mahlendorf, and Weber (2014) found a positive association between perceived occupational 
prestige, and both organisational and professional identification. The present study argues that the 
inverse is also true and professional identification also directly and indirectly affects PEOP. This 
conjecture is supported by Ashforth and Mael’s (1989) work relating to social identification as they 
suggest that the construct can reinforce its antecedents.  Theoretically, it can be argued that strong 
professional identification can be the starting point of a mechanism that influences PEOP. In a MA 
context, SIT suggests that members of the professional in-group will “aspire to converge into a 
professional ‘archetype’ and focus on what is central, enduring and distinctive about the prototypical 
characteristics of the management accounting occupation” (Hiller et al., 2014, p. 5; Mael, 1988; Tajfel 
& Turner, 1979). The prototypical archetype, or espoused and desired prototype of MAs, is related to 
partnering with business leaders, providing top quality advice, being innovative in the face of business 
problems and solutions, being visionary about the future, and planning for contingencies (Baxter & 
Chua, 2008; Hall et al., 2012; Kim et al., 2012; Legalais & Morales, 2014). 
H1.     MAs’ professional identification will be significantly, positively, directly related to their PEOP 
of the management accountancy profession. 
Transformational leadership and leadership effectiveness  
Such prototypical characteristics share similarities with transformational leadership qualities. Overall, 
research has generally found that five key elements characterise and contribute to the transformational 
nature of leaders (see Bass, 1998; House, 1988). These elements include vision (having a future 
perspective/foresight), inspirational communication (communicating positively and with confidence 
about goal achievement), providing an appropriate model (leading by example), fostering the 
acceptance of group goals (encouraging others to work towards the same goal), and intellectual 
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stimulation (the ability to stimulate others' desire to learn and develop). The present study explores the 
transformation leadership style of the prototypical archetype of MAs. Indeed, recent research has 
supported the notion that MAs’ perceived prototypical characteristics share similarities with 
transformational leadership (Legalais &Morales, 2014).  
Legalais and Morales (2014) explored the justification that MAs give for their organisational 
role and position. The findings revealed that MAs explained their roles as enabling others to “look 
beyond their specialist view”; “see clearly”; provide tools that enable others to “make fully-informed 
decisions”; ensure others are on the “right track” (Legalise & Morales, 2014, p. 10) and use their 
financial expertise to “educate managers and instil in them financial understanding of their work, and 
the impacts of the decisions made into financial terms” (Legalise & Morales, 2014, p. 19).  
Research has shown transformational leadership to be related to higher satisfaction 
(Podsakoff, Mackenzie, Moorman, & Fetter, 1990), optimism, leadership effectiveness, and to lower 
frustration (McColl-Kennedy & Anderson, 2002). Transformational leaders tend to reframe stressful 
situations as opportunities for development, while at the same time being supportive (Bass, 1998) and 
empowering employees through emotional appeals (Yukl, 1998). As such, it is posited that MAs with 
high levels of professional identification will perceive that their peers demonstrate high levels of 
transformational leadership qualities as these qualities appear to be considered prototypical 
characteristics of the management accounting profession. 
The SIT of leadership (van Knippenberg & Hogg, 2003) posits that people who strongly 
identify with their group perceive people who embody the archetypical leader of the group as more 
effective (Hogg, 2006). According to Turner (1991) a possible explanation is that archetypical leaders 
delineate and advocate identity-defining behaviour.  
H2.  Professional identification will be significantly and ,positively related to perception of peers’ 
transformational leadership qualities. 
H3.  Perceptions of peers’ transformational leadership qualities will be significantly and positively 
related to perceptions of peers’ effectiveness as leaders. 
Leadership effectiveness and PEOP  
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Hiller et al. (2011) noted that the most commonly investigated outcomes of leadership are 
attitudes, cognitive perceptions, and tangible outcomes. The present study examines a cognitive 
perception as an outcome of leadership effectiveness: whether MAs’ perception of their peers as 
effective leaders is directly associated with PEOP. Eckel (2008) builds on Brewer, Gates, and 
Goldman ’s (2002) work to argue that prestige is not necessarily about effectiveness, but rather the 
appearance that a group is doing what highly regarded groups do in comparison to other groups 
viewed as prestigious. However, following Hiller and colleagues’ (2014) reasoning, SIT suggests that 
effectiveness should be associated with prestige in instances where it is perceived as a prototypical 
characteristic of a prestigious group. This supports Eckel’s (2008) work and suggests that leadership 
effectiveness will operate as an antecedent of PEOP.  
H4.  Perception of peers’ leader effectiveness will be significantly and positively related to the 
PEOP of MAs.  
Indirect effects  
Based on the direct effects discussed, it is argued that the association between professional 
identification and PEOP will also occur indirectly via transformational leadership qualities and 
leadership effectiveness; which we argue are two desirable archetypical characteristics of MAs.  
H5.       Professional identification will be significantly and positively indirectly related to leader 
effectiveness via their transformational leadership qualities. 
H6.       Professional identification will be significantly and positively indirectly related to PEOP via 
their transformational leadership qualities and effectiveness as a leader.  
Figure 1 displays the conceptual model of the present study.  
Insert Figure 1 about here 
METHOD 
Procedure and sample demographics  
Overall 398 management accounts in the online survey from a link on the Chartered Institute 
of Management Accountants (CIMA) website. Sixteen cases were excluded due to the amount of 
missing data or lack of variability in responses leaving a final sample of 382 cases.  Most of the 
participants were male (66.8%) and most participants were senior managers (41.1% or managers 
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(32.7%) in a finance accounting profession. Participates were spread over a number of regions 
including India/Asia, Australia/New Zealand, America, and Europe, however the majority indicated 
that they worked in the United Kingdom/Ireland (61%). Participants from various sector: public- and 
non-for-profit (16.5%), manufacturing and engineering (15.4%), banking/finance (10.2%), and 
accountancy (9.7%).  Demographic information has been provided in Table 1.  
Insert Table 1 about here 
Measures 
Focal variables of the study include professional identification, transformational leadership 
qualities (vision, inspirational communication, appropriate models, fostering the acceptance group 
goals, and intellectual stimulation), leader effectiveness and PEOP. All items were rated on a Likert 
scale from 1 (strongly disagree) to 5 (strongly agree). The wording of the items in all of the scales was 
changed slightly so that the item referred to MAs; for example, “MAs say positive things about the 
profession”. 
Professional identification. Professional identification was measured using Mael’s (1988) six-
item organisational identification scale. An example item is “when MAs are referred to as successful, 
I feel successful”. 
Transformational leadership. House’s (1988) three-item scales were used to measure the 
vision and inspirational communication constructs. Variables relating to providing an appropriate 
model, fostering the acceptance of group goals, and intellectual simulation were measured using 
Podsakoff, MacKenzie and Bommer’s (1996) scales.  The providing an appropriate model and 
intellectual simulation scales each consist of three items while the fostering the acceptance of group 
goals is a four-item scale.   
Leader effectiveness. Avolio and Bass’ (2004) four-item leader effectiveness scale was used 
to measure the leader effectiveness variable. An example item is “MAs are effectiveness in meeting 
others’ job related needs”.  
PEOP. PEOP was measured using Mael’s (1988) eight-item scale. The scale assesses the 
extent that the respondent perceives their institution to be well regarded. The word “school” was 
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substituted with “management accountant”. Example items include “MA is considered one of the best 
professions” and “it is considered prestigious in industry to be a profession of MAs”.  
RESULTS 
Confirmatory factor analysis and structural equation modelling were used to analyse our data. 
Little’s (1988) Missing Completely at Random (MCAR) test to assess the distribution of missing data 
prior to conducting our analyses. Analyses were performed using SPSS version 19.0 and Mplus 
version 6.0.  
Analysis of the measurement model  
CFAs assessed each scale using single factor models except for the five transformational 
leadership qualities, which were examined together. One item was removed from professional 
identification and three reversed scored items were removed from PEOP due to very low estimates. 
The standardised estimate between the appropriate models and inspirational communication 
transformational leadership qualities exceeded 1.00 and the construct explaining the least variance of 
the five transformational leadership qualities – inspirational communication – was removed.  
The full measurement model  
The full measurement model was entered into a single confirmatory factor analysis. The fit 
indices that we report comprise the χ2 statistic, the Comparative Fit Index (CFI), the Tucker-Lewis 
Index (TLI), the Root Mean Square Error of Approximation (RMSEA), and the Standardised Root 
Mean Residual (SRMR). As none of modification indices exceeded 13.17, all of the items were 
retained. The model showed good fit: χ2/df = 1.97, CFI = .94, TLI = .93, RMSEA = .05, SRMR = .04. 
Table 2 provides the descriptive statistics, correlations and inter-item reliabilities. Inspection of the 
table reveals that correlations are moderate and internal consistency of scales was acceptable.  
Insert Table 2 about here 
Common method variance (CMV) 
To test for CMV we controlled for a marker variable in our confirmatory factor analysis of 
the full measurement model (see Podsakoff, MacKenzie, Lee, & Podsakoff, 2003). The fit indices for 
the model without (Model A) and with the method factor (Model B) were compared. The fit indices 
for the models were: Model A: χ2/df = 1.97, CFI = .94, TLI = .93, RMSEA = .05, SRMR = .04; and 
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Model B: χ2/df = 1.73, CFI = .96, TLI = .95, RMSEA = .04, SRMR = .04. Harman’s one factor test 
(1976) was also used, and after including all of the items into a single exploratory factor analysis, five 
of the factors were found to have eigenvalues greater than one. The first factor accounted for 34% of 
the total variance, thus the chances of unidimensionality amongst the items is small.  
Structural equation modelling 
Figure 2 shows our hypothesised model with the standardised regression weights for each of 
the significant and non-significant pathways. Our data appears is a good fit to our hypothesised 
model:  χ2/df = 2.04, CFI = .94, TLI = .93, RMSEA = .05, SRMR = .05. Table 3 displays direct, 
indirect, and total effects from the structural analysis.  
Insert Figure 2 and Table 3 about here 
Direct effects 
As hypothesised, professional identification was significantly and positively relate to PEOP 
(H1). Supporting H2, professional identification was also significantly and positively related to 
perception of all peers’ transformational leadership qualities Additionally, mostly supporting H3, 
perceptions of their peers’ transformational leadership qualities (vision, appropriate models, and 
fostering the acceptance group goals) were significantly and positively associated with their 
perception of the peers’ effective as leaders. Contrary to expectations, intellectual simulation was not 
significantly associated with leadership effectiveness. Finally, perceptions of MAs peers’ leadership 
effectiveness were significantly and positively related to PEOP (H4).   
Indirect effects  
Partially supporting H5, professional identification was significantly, positively and indirectly 
associated with their perception of peers’ leadership effectiveness via transformational leadership 
qualities (appropriate models and fostering the acceptance of group goals). Contrary to expectations, 
professional identification was not indirectly associated leadership effectiveness via vision or 
intellectual stimulation.  
In addition, partially supporting H6, professional identification was significantly, positively 
and indirectly associated with PEOP via transformational leadership qualities (vision and leadership 
effectiveness, appropriate models and leadership effectiveness , and fostering the acceptance of group 
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goals and leadership effectiveness. Contrary to expectations, professional identification was not 
indirectly associated with PEOP via the vision and leadership effectiveness  or the intellectual 
simulation and leadership effectiveness.  
DISCUSSION 
This research examined potential antecedents of PEOP in a management accounting context. 
In accordance with SIT it was hypothesised that MAs’ professional identification would be directly 
and positively associated with their PEOP of their profession. Mechanisms have also been proposed to 
explain this direct effect (i.e. identification). The results of the present study are unique as they posit 
professional identification as an antecedent to perceived prestige. The extent that a management 
accountant identifies with their profession was found to directly relate to how prestigious they believe 
the wider community considers their profession to be.  
In alignment with the organisational prestige research (see Fuller, Hester, Barnett, & Relyea, 
2006a; Kang, Stewart, & Kim, 2011; Mishra, 2013), it is theorised that when members believe their 
profession is viewed by others as prestigious it will have flow on benefits. For example, it is expected 
that professional prestige will benefit organisations by improving members’ motivation and 
commitment. The profession will benefit by greater confidence to engage in leader behaviours and 
activities, commitment to and engagement with the profession, and other discretionary contribution to 
the profession.  
Supporting hypotheses, significant main effects were found between professional 
identification and the transformational leadership constructs of vision, appropriate models, fostering 
group goals, and intellectual stimulation. These relationships are new to research and support the 
important role of professional identification. Indeed, these results support the argument that MAs with 
higher levels of professional identification will consider transformational leadership qualities as 
prototypical characteristics of their profession. Furthermore, these characteristics will exist as a part of 
their profession more so than those who have lower identification with the profession.  
The results also revealed that higher levels of perceived peer transformational leadership 
qualities resulted in higher peer leadership effectiveness of the profession. This finding is congruent 
with other research showing significant and positive relationships between transformational 
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leadership and leadership effectiveness (e.g., McColl-Kennedy & Anderson, 2002). However, the 
present finding is unique in its context. This relationship has been demonstrated for the profession of 
MAs as a whole in response to perceptions of transformational leadership of the profession as 
opposed to the consideration of transformational leadership and effectiveness within an organisation.   
This results revealed a significant positive relationship between leadership effectiveness and 
PEOP. From a SIT perspective, this suggests that perceiving leadership effectiveness of the profession 
means to embody the prototypical characteristics of the management accountant profession and be 
successful in that embodiment. In line with SIT and Hiller et al. (2014), the in-group’s perception of 
its own contributions are amplified or supported and extend to a feeling of being prestigious and 
unique in its offerings to outsiders. Last, the results support the hypothesis that there would be 
significant indirect effects relating to the professional identification – PEOP path. These results 
further support the SIT and professional identification argument that a pathway to PEOP for MAs is 
via higher levels of professional identification. These higher levels of identification will facilitate the 
attribution of value to more transformational qualities that are in line with the prototype of MAs 
which will, in turn, lead to higher perceptions of effectiveness and PEOP.   
Practical implications 
Several practical implications are notable. First, drivers of MAs’ agenda worldwide should 
include an identity-based approach towards enhancement and management of perceptions around the 
image of MAs. MAs’ profession leaders should encourage the development of identification with 
those aspects of the profession that are typified by transformational leadership qualities. This should 
enhance perceived leadership effectiveness and PEOP. Such a process has the potential of changing 
attitudes and behaviours within the MA profession, increasing confidence as leaders and possessors of 
valid opinions and knowledge that will then be transferred to clients: facilitating the internal and 
external image of MAs. Similarly, it is vital for training institutions to facilitate the identification of 
the profession and sow the seeds of the professional identification early. To this end, universities 
should incorporate topics related to professional identification, leadership, and prestige/image into 
curricula to ensure trainee MAs understand the concepts and the importance of their role, attitudes, 
and behaviour in the transmission of the desired image of the profession.  
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Limitations and future directions 
This study was cross-sectional and therefore dispositional variables could make results 
difficult to interpret (see Podsakoff, Mackenzie, Lee, & Podsakoff, 2003). While marker variable and 
Harmon’s one factor tests were conducted to rule out common method variance effects, a longitudinal 
design should be employed in future research to investigate longer term effects relating to the focal 
variables. Additionally, future research could examine consider individual- and group-level analyses 
(e.g., country). To further understand the relationships identified in this study, future research should 
extend investigation to include the effects on prestige perceptions of MAs of those external to the 
profession.  
Conclusion  
This study represents an application of SIT and professional identification to understanding 
antecedents of PEOP. It found that higher levels of professional identification represent a powerful 
precursor to their PEOP of their profession - translating to a perception that peers possess higher 
levels of transformational leadership qualities aligned with the prototypical characteristics desired by 
management accountants. This in turn yields higher levels of perceived peer leadership effectiveness 
and PEOP. These results can inform strategy design and implementation for the management 
accountant profession as they transform thinking about what their profession stands for and represents 
in the future. 
  
       
 
13 
 
REFERENCES 
Ashforth, B. E., & Mael, F. (1989). Social identity theory and the organization. Academy of 
Management Review, 14(1), 20–39. 
Avolio, B. J., & Bass, B. M. (2004). Multifactor leadership questionnaire. Menlo Park, CA: Mind 
Garden. 
Bamber, E. M., & Iyer, V. M. (2002). Big 5 auditors’ professional and 
organizational  identification:  Consistency or conflict? Auditing: A Journal of Practice & 
Theory, 21, 21–38. 
Bartels, J., Pruyn, A., Jong, M.D., & Joustra, I. (2007). Multiple organizational identification levels 
and the impact of perceived external prestige and communication climate. Journal of 
Organizational Behavior, 28,173–190. 
Bass, B. M. (1998). Transformational leadership: Industrial, military, and educational impact. 
Mahwah, NJ: Lawrence Erlbaum Associates.  
Baxter, J., & Chua, W. F. (2008). Be (com)ing the chief financial officer of an organisation: 
experimenting with Bourdieu’s practice theory. Management Accounting Research, 19(3), 
212–230. 
Brewer, D. J., Gates, S. M., & Goldman, C. A. (2002). In pursuit of prestige: Strategy and 
competition in US higher education. New Brunswick, NJ: Transaction Publishers. 
Byrne, M., & Willis, P. (2005). Irish secondary students’ perceptions of the work of an accountant 
and the accounting profession. Accounting Education: An International Journal, 14(4), 367–
381. 
Callan, V. J., Gallois, C., Mayhew, M. G., Grice, T. A., Tluchowska, M., & Boyce, R. (2007). 
Restructuring the multi-professional organization: Professional identity and adjustment to 
change in a public hospital. Journal of Health and Human Services Administration, 29(4), 
448–477. 
Carnegie, G. D., & Napier, C. J. (2010). Traditional accountants and business professionals: 
Portraying the accounting profession after Enron. Accounting, Organizations and 
Society, 35(3), 360–376. 
       
 
14 
 
Chartered Institute of Management Accountants (CIMA. (2015). Finance Business Partnering The 
Conversations That Count. London, UK: CIMA.   
Cheng, H., & Furnham, A. (2012). Childhood cognitive ability, education, and personality traits 
predict attainment in adult occupational prestige over 17 years. Journal of Vocational 
Behavior, 81(2), 218–226. 
Converse, P. D., Pathak, J., DePaul-Haddock, A. M., Gotlib, T., & Merbedone, M. (2012). 
Controlling your environment and yourself: Implications for career success. Journal of 
Vocational Behavior, 80(1), 148–159. 
DeCoster, D. T., & Rhode, J. G. (1971). The accountants’ stereotype – Real or imagined, deserved or 
unwarranted. The Accounting Review, 46, 651–664. 
Dutton, J. E., Dukerich, J. M., & Harquail, C. V. (1994). Organizational images and member 
identification. Administrative Science Quarterly, 39, 239–263. 
Eckel, P. D. (2008). Mission diversity and the tension between prestige and effectiveness: An 
overview of US higher education. Higher Education Policy, 21(2), 175–192. 
Fujishiro, K., Xu, J., & Gong, F. (2010). What does “occupation” represent as an indicator of 
socioeconomic status? Exploring occupational prestige and health. Social Science & 
Medicine, 71(12), 2100–2107. 
Fuller, J. B., Hester, K., Barnett, T., & Relyea, L. F. C. (2006a). Perceived organizational support and 
perceived external prestige: Predicting organizational attachment for university faculty, staff, 
and administrators. The Journal of Social Psychology, 146(3), 327–347. 
Fuller, J. B., Marler, L., Hester, K., Frey, L., & Relyea, C. (2006b). Construed external image and 
organizational identification: A test of the moderating influence of need for self-
esteem. Journal of Social Psychology, 146, 701–716. 
Hall, M., Mikes, A., & Millo, Y. (2012). How do risk managers become influential? A field study of 
toolmaking and expertise in two financial institutions. A Field Study of Toolmaking and 
Expertise in Two Financial Institutions (April 9, 2012). 
Harman, H. H. (1976). Modern factor analysis. Chicago: University of Chicago Press. 
       
 
15 
 
Hiller, K., Mahlendorf, M. D., & Weber, J. (2014). Management accountants’ occupational prestige 
within the company: A social identity theory perspective. European Accounting Review, 
(ahead-of-print), 1–27. 
Hogg, M. A. (2006). Social identity theory. In P. J. Burke (Ed.), Contemporary social psychological 
theories, (pp. 111–136). Pale Alto, CA: Stanford University Press. 
House, R. J. (1998). Appendix: Measures and assessments for the charismatic leadership approach: 
Scales, latent constructs, loadings, Cronbach alphas, interclass correlations. In F. Dansereau 
& F. J. Yammarino, (Eds.), Leadership: The multiple-level approaches contemporary and 
alternative (Vol. 24, Part B) (pp. 23-30). London: JAI Press. 
Ibarra, H. (1999). Provisional selves: Experimenting with image and identity in professional 
adaptation. Administrative Science Quarterly, 44(4), 764–791. 
Kang, D. S., Stewart, J., & Kim, H. (2011). The effects of perceived external prestige, ethical 
organizational climate, and leader-member exchange (LMX) quality on employees’ 
commitments and their subsequent attitudes. Personnel Review, 40(6), 761–784. 
Kim, J., Hatcher, C., & Newton, C. (2012). Professional identity of management accountants: 
Leadership in changing environments. Research Executive Summary, 8(1). Chartered Institute 
of Management Accountants, London, UK. 
Legalais, L., & Morales, J. (2014). Interfaces, narrations et légitimation de la financiarisation. Revue 
Française de Gestion, 40(240), 165–184. 
Little, R. J. (1988). A test of missing completely at random for multivariate data with missing 
values. Journal of the American Statistical Association, 83(404), 1198–1202. 
Liu, Y., Lam, L. W., & Loi, R. (2013). Examining professionals’ identification in the workplace: The 
roles of organizational prestige, work-unit prestige, and professional status. Asia Pacific 
Journal of Management, 31(3), 1–22. 
Loi, R., Hang-Yue, N., & Foley, S. (2004). The effect of professional identification on job attitudes: A 
study of lawyers in Hong Kong. International Journal of Organizational Analysis, 12(2), 
109–128. 
       
 
16 
 
Mael F. A. (1988). Organizational identification: Construct redefinition and a field application with 
organizational alumni. Unpublished doctoral dissertation, Wayle State University, Detroit, 
MI. 
Mael, F., & Ashforth, B. E. (1992). Alumni and alma mater: A partial test of the reformulated model 
of organizational identification. Journal of Organizational Behavior, 13, 103–123. 
McColl-Kennedy, J. R., & Anderson, R. D. (2002). Impact of leadership style and emotions on 
subordinate performance. The Leadership Quarterly, 13(5), 545–559. 
Mishra, S. K. (2013). Perceived external prestige and employee outcomes: Mediation effect of 
organizational identification. Corporate Reputation Review, 16(3), 220–233. 
Morales, J., & Lambert, C. (2013). Dirty work and the construction of identity. An ethnographic study 
of management accounting practices. Accounting, Organizations and Society, 38(3), 228–244. 
Podsakoff, P. M., MacKenzie, S. B., & Bommer, W. H. (1996). Transformational leader behaviors 
and substitutes for leadership as determinants of employee satisfaction, commitment, trust, 
and organizational citizenship behaviors. Journal of Management, 22(2), 259–298. 
Podsakoff, P. M., MacKenzie, S. B., Lee, J. Y., & Podsakoff, N. P. (2003). Common method biases in 
behavioral research: A critical review of the literature and recommended remedies. Journal of 
Applied Psychology, 88(5), 879–903. 
Podsakoff, P. M., MacKenzie, S. B., Moorman, R. H., & Fetter, R. (1990). Transformational leader 
behaviors and their effects on followers’ trust in leader, satisfaction, and organizational 
citizenship behaviors. The Leadership Quarterly, 1(2), 107–142. 
Tajfel, H., & Turner, J. C. (1979). An integrative theory of intergroup conflict. In W. G. Austin, & S. 
Worchel (Eds.), The social psychology of intergroup relations (pp. 33–47). Monterey, CA: 
Brooks/Cole. 
Tajfel, H., & Turner, J. C. (1986). The social identity theory of inter-group behavior. In S. Worchel & 
L. W. Austin (Eds.), Psychology of intergroup relations (pp. 7–24). Chicago, MI: Nelson-
Hall. 
Touhey, J. C. (1974). Effects of additional men on prestige and desirability of occupations typically 
performed by women. Journal of Applied Social Psychology, 4(4), 330–335. 
       
 
17 
 
Turner, J. C. (1991). Social influence. Milton Keynes, UK: Open University Press.  
Van Knippenberg, D., & Hogg, M. A. (2003). A social identity model of leadership effectiveness in 
organizations. Research in Organizational Behavior, 25, 243–295. 
Wang, X., Teo, H. H., & Yang, X. (2010, May). Turnover intentions of IT employees in non-IT 
organizations: effects of organizational and professional identification. In Proceedings of the 
2010 Special Interest Group on Management Information System’s 48th Annual Conference 
on computer personnel (pp. 100-104). ACM. 
Warren, S., & Parker, L. (2009). Bean counters or bright young things? Towards the visual study of 
identity construction among professional accountants. Qualitative Research in Accounting 
and Management, 6, 205–223. 
Yukl, G. (1998). Leadership in organizations (4th ed.). Englewood Cliffs, NJ: Prentice Hall. 
  
       
 
18 
 
 
 
Figure 1. Conceptual framework.   
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Fig. 2. Significant standardised pathways for the final model.  
** p <.001 * p <.05.  
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Table 1 Sample demographics (n = 382) 
 Frequency Percentage 
Gender 
Male  255 66.8% 
Female 120 31.4%
Total 375 98.2% 
Missing 7 1.8% 
Profession 
Senior Management - Finance Accounting 157 41.1% 
Manager - Finance Accounting 125 32.7% 
Senior Management - NF - CIMA 36 9.4% 
Self Employed 20 5.2%
Manager - NF -  CIMA 17 4.5% 
Other 15 3.9%
Educator 10 2.6% 
Student - Accounting 2 .5% 
Total 382 100% 
Relation to CIMA 
Associate  354 92.7% 
Fellow 28 7.3%
Total 382 100% 
Region  
UK/Ireland 233 61% 
India/Asia 44 11.5%
Australia/NZ 44 11.5% 
Other 35 9.2% 
America 16 4.2% 
Europe 10 2.6% 
Total 382 100%
Primary Sector  
Public Sector and Non-For-Profit 63 16.5 
Manufacturing and engineering 59 15.4 
Banking, Finance 39 10.2 
Accountancy 37 9.7 
ICT, Technology and telecoms 31 8.1 
Other 28 7.3 
Education 19 5.0 
Health 17 4.5 
Natural Resources, Energy, Fuel and Utilities 17 4.5 
Retail and Consumer Goods 16 4.2 
Construction 13 3.4 
Transport, Distribution and Storage 9 2.4 
Travel, Leisure and Tourism 9 2.4 
Old, Gas and Alternative Energy 9 2.4 
Media, Marketing, Advertising and PR 8 2.1 
Sales, Purchasing and Supply chain 4 1.0 
Total 378 99% 
Missing 4 1% 
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Table 2 Means, standard deviations, correlations and inter-item reliabilities  
Variables Mean 
(SD) 
1 2 3 4 5 6 7 
Professional Identification 3.72 
(.67)
(.81)       
Vision  3.41 
(.73)
.30 (.77)      
Appropriate Models  3.90 
(.50)
.47 .49 (.71)     
Fostering the Acceptance of Group 
Goals 
3.78 
(.59)
.38 .41 .69 (.85)    
Intellectual Simulation 3.64 
(.68)
.45 .43 .56 .56 (.84)   
Effectiveness 3.87 
(.57)
.44 .49 .70 .70 .55 (.74)  
Professional External Occupational 
Prestige   
3.29 
(.68) 
.22 .39 .31 .31 .19 .30 (.82) 
 
Notes: All coefficients significant at p <.001; figures in parentheses on the diagonal are indicate alpha 
reliabilities. 
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Table 3 Direct, indirect and total effects (n = 382) 
 Independent 
Variables 
 Dependent 
Variables 
β S.E C.R. P Result 
Direct Effects 
H2a 
 
Professional 
Identification 
 
 Vision .42 .05 7.76 .000 Supported 
H2c 
 
Professional 
Identification 
 
 
Appropriate 
Models .60 .05 12.85 .000 Supported 
H2d 
 
Professional 
Identification 
 
 
Fostering Group 
Goals .44 .05 8.58 .000 Supported 
H2e 
 
Professional 
Identification 
 
 
Intellectual 
Stimulation .52 .05 11.18 .000 Supported 
H3a 
 
Vision  
 Effectiveness .16 .07 2.13 .033 Supported 
H3c 
 
Appropriate 
Models 
 
 Effectiveness .54 .19 2.88 .004 Supported 
H3d 
 
Fostering Group 
Goals 
 
 Effectiveness .47 .16 2.96 .003 Supported 
H3e 
 
Intellectual 
Simulation 
 
 Effectiveness -.13 .07 -1.91 .056 
Not 
supported 
H4 
 
Effectiveness  
 PEOP .39 .05 7.60 .000 Supported 
Indirect Effects 
H5a Professional 
Identification V 
Leadership 
Effectiveness .07 .03 2.031 .042 Supported 
H5c Professional 
Identification AM 
Leadership 
Effectiveness .33 .12 2.847 .004 Supported 
H5d  Professional 
Identification GG 
Leadership 
Effectiveness .20 .07 2.727 .006 Supported 
H5e Professional 
Identification IS 
Leadership 
Effectiveness -.07 .04 -1.884 .060 
Not 
Supported 
H6a Professional 
Identification V/E PEOP .03 .01 1.923 .054 
Not 
Supported 
H6c Professional 
Identification AM/E PEOP .13 .05 2.554 .009 Supported 
H6d  Professional 
Identification GG/E PEOP .08 .03 2.534 .009 Supported 
H6e Professional 
Identification IS/E PEOP -.03 .02 -1.789 .070 
Not 
Supported 
Total Effects 
- Professional 
Identification  
 
 
Leader 
Effectiveness .53 .05 10.618 .000 - 
H1 Professional 
Identification 
 
 PEOP .21 .04 5.94 .000 - 
Note. B = standardised regression weights; C.R. = critical ratio; ** p = <.001; * p = < .05; S.E = 
standardised error; V = vision; AM = appropriate models; GG = fostering group goals; IS = 
intellectual stimulation. 
